Employers often face severe problem in motivating and creating job satisfaction for the workers working in the organization. To create program and policies to motivate and develop job satisfaction among workers in the organization. Most of the researchers on motivation and job satisfaction have concluded with positive findings for Performance efficiency. The study will find out the factor that increase performance workers in the working environment. For the purpose of the study, a sample of selected bank is considered and information collected from different individual. The data were analyzed using simple percentages and mean scores while hypothesis developed were tested accordingly. The result of the ANOVA and correlation indicates that both intrinsic and extrinsic factors of motivation and job satisfaction have impact on performance of the workers in Bank. Rahman et al.; AJEBA, 10(4): 1-10, 2019; Article no.AJEBA.47009 2
INTRODUCTION
Motivation and job satisfaction are the key factor for performance achievement for kinds of organization. Motivation and job satisfaction influence workers to ensure maximum utilization of their efforts for the achievement of the organizational objectives.
Thousands of people are working in the banking sector. But everyday many people are switching from one bank to another. Despite high turnover, performance efficiency of the banking organization is increasing day by day and banking industry is contributing to the economy of Bangladesh. Job satisfaction and motivation in the workplace create congenial working environment which helps to ensure performance efficiency.
Motivation is a psychological feature that influences a person to action toward a desired goal. Efforts to create motivated and satisfied workforce for the purpose of improving productivity remains the crucial factor in the recent times. This study considers motivation and job satisfaction as key determinants of organizational success. In the past, every researcher has defined the extent and variable about the relationship of work motivation with job satisfaction for performance efficiency.
Job satisfaction refers to an individual's positive emotional reactions to a particular job. Reaction to a job that results from the incumbent's comparison of actual performance with those that are desired or expected or deserved. Job satisfaction has significance towards human health both physical and mental and is positively or negatively correlated.
Many researchers identify in several ways in definition of job satisfaction. Dalton E [1] define job satisfaction as an individual's cognitive, affective, and evaluative reactions towards his or her job. Locke [2] provides more specific definition on job satisfaction as the state where one's needs and one's outcomes match well. According to Panday [3] job satisfaction is a combination of cognitive and affective reactions to the differential perceptions of what an employee wants to receive compared to what he or she actually receives.
Job satisfaction has been the most frequently investigated variable in organizational behavior Habibah A [4] . Job satisfaction varies and researchers, for example Newstrom [5] and Saleem [6] have suggested that the higher the prestige of the job, the greater the job satisfaction. Many workers, however, are satisfied in even the least prestigious jobs. That is, they simply like what they do. In any case, job satisfaction is as individual as one's feelings or state of mind. Adams, J. S. [7] described job satisfaction ''as an end state of feeling." Lindner, K. [8] pointed out that the job satisfaction is a part of life satisfaction, the nature of one's environment off-the-job.
Therefore, we can say that, Motivational factors that influence job satisfaction in private banking sector was a researchable concept in the past. It will remain as a researchable concept in the future with the ever-changing social conditions Zargham et al. [9] .
Background of the Study
Banking sector one of the lucrative sectors in the economy of Bangladesh for in employment generation and contributing economic growth. Many people are getting involved in banking sector both for job purpose and conducting business. But the job satisfaction and motivation of the workers in this sector are key factors for performance and efficiency Robbins, S. [10] of the industry to accelerate growth of business and economy. This paper is aimed to find out the motivational and job satisfaction related factor in banking industry to ensure further improvement in this sector.
Objectives of the Study
The primary objective of the study is to find out the relationship between motivation and job satisfaction for employee's performance enhancement. The study has also some secondary objectives. This are:
1. To identify the motivational factors and factors of job satisfaction that improve performance of the organization. 2. To examine the relationship between motivation and job satisfaction with the performance of the organization. 3. To examine the impact of intrinsic and extrinsic factors on performance. 4. To provide suggestion in the light of the findings of the study for improving the condition of job satisfaction of commercial banks.
Literature Review
Maslow [11, 12] suggested that human needs form a five-level hierarchy ranging from physiological needs, safety, belongingness and love, esteem to self-actualization. Based on Maslow's theory, job satisfaction has been approached by some researchers from the perspective of need fulfillment (Homans, George.
[13]; Johnnie, P. B. [14] ; Kreisman, Barbara J.
[15]; Alder [16] .
Herzberg et al. [17] formulated the two-factor theory of job satisfaction and postulated that satisfaction and dissatisfaction were two separate, and sometimes even unrelated phenomena. Intrinsic factors named 'motivators' (that is, factors intrinsic to the nature and experience of doing work) were found to be job 'satisfiers' and included achievement, recognition, work itself and responsibility. Herzberg and Mausner's Motivation-Hygiene theory has dominated the study of the nature of job satisfaction, and formed a basis for the development of job satisfaction assessment. Thus, job satisfaction is the affective orientation that an employee has towards his or her work Herzberg, F. I. [18] . Futrell, C. [19] studied 956 general and special educators in Virginia investigated commitment to teaching, intent to stay in teaching, and job satisfaction. Findings of this study revealed greater leadership support, work involvement, and lower levels of role conflict and stress-influenced job satisfaction for both groups studied.
Kelly, R. W. [20] reported a relationship between number of years teaching in the institution and satisfaction with the job, salary and coworkers.
Burgeon [21] has reviewed the most popular job satisfaction instruments and summarized different facets of job satisfaction: appreciation, fringe benefits, communication, co-workers, job conditions, nature of the work itself, the nature of the organization itself, an organization's policies and procedures, pay, personal growth, promotion opportunities, recognition, security and supervision, Job satisfaction and its relating factors. Cole et al. [22] Judges, E. A. [25] conducted a qualitative study to investigate faculty satisfaction and retention. The study focused on the faculty of a private university over a period of 2 years. Findings suggested sources of satisfaction or dissatisfaction clustered into areas such as salaries, collegiality, mentoring, and the reappointment, promotion, and tenure process of departmental heads.
Munir et al. [26] reported that many of the factors that affect nurse faculty in baccalaureate-and graduate degree nursing programs have a consequence on the retention of nurse faculty in associate-degree nursing programs as well.
Cote et al. [27] wrote paper on "Achievement Motivation and Performance of Public Sector Commercial Bank Employees in Bangladesh". The study was designed to assess and compare the of Armstrong, M. [28] achievement motivation of different categories of employees (i.e. Officers and Non-Officers; Male and Female) of public sector commercial banks in Bangladesh.
METHODOLOGY OF THE RESEARCH

Development of Hypothesis
Ho1: Employee's performance can be enhanced either by motivation or Job satisfaction. Ho2: Intrinsic factor or extrinsic factor may be used as motivation and job satisfaction tool. Ho3: Motivation, Job satisfaction, Intrinsic factor or extrinsic factor can contribute to performance individually better than combination of all factor.
Methodology of the Study
To conduct study, we need to focus on primary and secondary data. This study is mainly based on primary data collection from selected commercial Bank workers. The opinion of the workers is the factor to conduct study and find out the relationship of employees' performance with motivation and job satisfaction.
This study identifies different motivational, job satisfying factor then separate them into extrinsic and extrinsic factor to identify the impact of each factor both jointly and together.
For the research purpose, we have weighted the data from 5 to 1. Strongly satisfied as5, satisfied as 4, neutral ass 3, dissatisfied as 2 and strongly dissatisfied as 1. We sum up them to find out the response of workers from each elements and find out variance and significance of them. We use strata software for descriptive analysis and ANOVA testing. Different chart also used in the research process to present the information.
Sampling of the Study
To conduct the study, we have selected ten commercial banks. The people who are working as an employee of those banks are considered as respondent of the study. We have collected data about the topics from the respondent through the pretesting questionnaire.
Source of Data
Since data is an essential part of research. It is needed to select the source of data. For collecting accurate and reliable data, researcher has used two sources. They are primary sources of data and secondary sources of data.
Data Collection Procedure
We have collected data through pretest one questionnaire and through the final questionnaire. The pretest questionnaire was open ended and final questionnaire was close ended. In the pretest questionnaire, researcher has wanted to know the employees' satisfaction This study identifies different motivational, job satisfying factor then separate them into extrinsic and extrinsic factor to identify the impact of each For the research purpose, we have weighted the data from 5 to 1. Strongly satisfied as5, satisfied as 4, neutral ass 3, dissatisfied as 2 and strongly dissatisfied as 1. We sum up them to find out the response of workers from each elements and out variance and significance of them. We use strata software for descriptive analysis and ANOVA testing. Different chart also used in the research process to present the information.
To conduct the study, we have selected ten commercial banks. The people who are working as an employee of those banks are considered as respondent of the study. We have collected data about the topics from the respondent e.
sential part of research. It is needed to select the source of data. For collecting accurate and reliable data, researcher has used two sources. They are primary sources of data and secondary sources of data. ed data through pretest one questionnaire and through the final questionnaire. The pretest questionnaire was open ended and final questionnaire was close ended. In the pretest questionnaire, researcher has wanted to know the employees' satisfaction of particular banks. In the final questionnaire researcher has wanted to know employees' evaluation about the different factors that motive them in their job satisfaction and how strongly they motivated by those factors and what are the major factors that motive them to a great extent.
Conceptual Framework
"Motivational factors influencing job satisfaction of private banking sector in Bangladesh" topic is one of the most important factor in today's job environment. Different theories London [29] on motivation have been introduced to motivate workers in the organization. The study is based on the model developed for the research purpose.
In fact, improved job satisfaction can sometimes decrease job performance Chu at el [22] suggested that jobs differ in the extent to which they involve five core dimensions: skill variety, task identity, task significance, autonomy, and task feedback.
Similarly, a job is an important part of life, job satisfaction influences one's general life satisfaction as an effective reaction, feeling of employees with job, supervision, co salary/pay and his/her current and future career progress. The causes of employees' satisfaction are restricted to implant factors alone but they sum the whole gamut of men's needs and aspirations Schermerhorn et al. [30] Chaudhary et al. [31] studied job satisfaction and organizational climate among executives and supervisors, reported a significant positive relationship between the overall climate and job satisfaction. Job satisfaction was also found related to various individual dimensions of organizational climate such as leadership, communication, interaction, influence in decision making, goal setting and control. "Motivational factors influencing job satisfaction of private banking sector in Bangladesh"-this topic is one of the most important factor in today's job environment. Different theories motivation have been introduced to motivate workers in the organization. The study is based on the model developed for the In fact, improved job satisfaction can sometimes Chu at el [22] r in the extent to which they involve five core dimensions: skill variety, task identity, task significance, autonomy, and Similarly, a job is an important part of life, job satisfaction influences one's general life ctive reaction, feeling of employees with job, supervision, co-workers, salary/pay and his/her current and future career progress. The causes of employees' satisfaction are restricted to implant factors alone but they sum the whole gamut of men's needs and [30] . et al. [31] studied job satisfaction and organizational climate among executives and supervisors, reported a significant positive relationship between the overall climate and job satisfaction. Job satisfaction was also found dimensions of organizational climate such as leadership, communication, interaction, influence in decision-
RESULTS AND DISCUSSION
Job satisfaction is the result of effect of so many motivational factors. The terms are highly personalized, as the level of satisfaction differs from time to time and situation.
Moreover, the attitude of any employee affects a lot. One gets satisfaction in any of the activities depending upon how he/she perceives the situation and what is expected in exchange of effort. There may be the difference between two employees, working at a different place and on different situation. It all depends upon viewing of the situation and the effect of rest of the factors, which are crucial at any point of time.
In the research survey, researcher has got some specific prime factors that motive private bank employees in their job satisfaction and dissatisfaction. Those factors can be considered as major factors that motivate employees. Those major finding factors are discussed details in the following:
a) The motivational factor that influence performance of the selected commercial bank in Bangladesh:
From the Fig. 2 , we have come to know that a large number of workers are very satisfied to the factors related to motivation and job satisfaction to performance. The number of workers who are satisfied with different motivational factors are maximum. Some workers are in the position to express neutral position to work related factors to performance. The workers who are working in the bank are not dissatisfied and number of workers who have expressed dissatisfaction are very poor. So, motivational and job satisfaction related aspects related to performance efficiency are strongly related to performance and it is positive.
b) Effects of intrinsic motivation on performance efficiency:
Organization often considers four factors as extrinsic motivation determinants: salary, Monetary incentives, Financial facility and compensation package. Extrinsic factors are those whose employees value first and provides first in choosing the job and determining to maintain relationship with the organization. Because monetary incentives (salary) is the most important factor to meet all the basic needs of any person.
In terms of salary, we see 78% respondent believe that salary of the bank is satisfactory. If we look at the other factors of job satisfying issues, we found that 65% expressed the opinion that monetary incentives are sound, 86% in the opinion of good financial facility, 69% in the opinion of Sound Compensation. From the Fig. 3 , we can say intrinsic motivational factor lead to high performance. The workers in the organization are motivated and satisfied with the job due to intrinsic motivational factors that leads to high performance. Organizational commitment and citizenship are two factors that influence workers to increase productivity and stay with job and organization. Organizational commitment and citizenship are related with work environment, Responsibility, Growth opportunity, Promotion and recognition. All those factors motivate and influence workers to work with their full efforts. Fig. 5 shows that 45.50% workers are very satisfied and 26.50% workers are satisfied with existing environment in the Bank. More than 50% workers are satisfied with existing promotion facilities in the bank, 35.5% workers are very satisfied with responsibility to work and 24.5% workers are satisfied with responsibility to work. Due to large industry size, the growth opportunity of workers is satisfactory. 32.5% workers are very satisfied with existing growth opportunity and 29% workers are satisfied with the growth opportunities. 32.5% people are very satisfied with the recognition of work and 28.5% workers are satisfied with recognition to work. The factors related with Organizational commitment and organizational citizenship have developed Relationship, status and security
Job Status Behavior of Colleagues Security
Relarionship with supervisor Relationship with Peers motivational and job satisfying mentality to increase productivity of the organization. Table  2 is 0.74278. So, we cannot reject null hypothesis that motivational factor or job satisfying factor can ensure the maximum performance of the organization. The mean of the population will be same as sample. So, both motivational factor and job satisfying factor are important for performance efficiency in the selected bank.
Pearson correlation r related to satisfying factors and intrinsic or extrinsic factors of performance in the Table 3 also represents very strong correlation. The value represents .654, .231,.336,.580 from two tailed test. It means that the change in one elements of extrinsic or intrinsic factor of performance to job satisfaction will strongly influence the performance of workers. So, the relationship among the elements of performance is strong. Table 4 is 0.7316. So, we can say that at 5% significance level, we cannot reject null hypothesis. The existence of any factor both intrinsic and extrinsic will improve employee performance. Organization will experience improved performance, if both intrinsic and extrinsic factor exist in the organization. The inclusion of any intrinsic and extrinsic motivational or job satisfying factor will improve performance.
P-Value is 2.99 and F-statistics value from Table  6 is 0.4914. So, at 5% significance level, any single variable can increase performance efficiency of the organization but all the factors are important for the organization for performance efficiency. The mean of different factors from Table 5 is very close. The ANOVA Table 6 indicates that there has no difference between population mean of the factor. So, removal of any aspect either motivational or job satisfying and intrinsic or extrinsic may harm performance. On the other hand, inclusion of any of those factor will improve performance.
The Friedman test from Table 7 tells us that that there has statistically significant difference among the means ranks of the related groups. It tells whether there are overall differences. But It has failed to explain the particular difference among the group. Motivational and job satisfying factor may be from intrinsic or extrinsic factor but existence of both intrinsic and extrinsic factor make the achievement of performance objectives effective. So, motivation and job satisfaction should be from both intrinsic and extrinsic factor. [32] . If any factor remains absent either intrinsic or extrinsic, then organization will experience less productivity. So, to ensure productivity, both intrinsic and extrinsic factors of performance to be exist. Different statistical findings indicate that mere motivation or job satisfaction fails to achieve Productivity. It also indicates that mere intrinsic or extrinsic factors cannot achieve performance. So, both motivational and job satisfaction factor either intrinsic or extrinsic must exist for productivity.
RECOMMENDATIONS
The findings of the research can be used to different sectors of our country to improve motivational and job satisfaction among the workers in the organization. Motivating workers are the challenging and difficult task for all level of management. Intrinsic motivational factors are lagging behind in different sectors in Bangladesh. But both extrinsic and Intrinsic motivational factors should be applied to improve the productivity of other organization in Bangladesh. Organization can improve motivational and job satisfaction related aspects by strong intrinsic and extrinsic benefits, organizational commitment, organizational citizenship, relationship, status and security.
CONCLUSIONS
Job satisfaction is a heavily researched area of inquiry. This paper has focused specifically on the aspect of motivational and job satisfaction factor Stephen et al. [33] for performance improvement. The aim was to estimate those factors that motive bank employee by which a banker's job's performance will be enhanced. The study highlights some motivational, Chughtai [34] job satisfaction factors and divided into extrinsic and intrinsic factors for employee's performance improvement. Here six major factors are considered to measure the satisfaction of the employees of the selected banks. These factors are job environment, salary, management, financial facility, promotion, social status. Under those six factors, there are presences some other factors, which are part of those main factors. Changes in some factors such as management policy, salary structure, promotion structure, job environment and employee input in policy development could be made in an effort to increase job satisfaction.
But we cannot ignore any factors may be related to motivation, job satisfaction, intrinsic or extrinsic. The combination of all aspects can ensure the performance efficiency of the workers in the banking industry.
To conclude it can be stated that all those private banks' present scenario is a prospective and competitive one and employees are satisfied but a little more motivation make them more satisfy, which can bring more success in the progress of those banks. The motivation and job satisfactions aspects are also applicable for all sectors both government and private to ensure performance efficiency for those sectors.
